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The research objective to be achieved is to analyze the effect of job stress, job satisfaction, empowerment 
work on intention to stay. The study was conducted on 150 insurance agents 1912 in Surabaya. Analysis of 
data by using multiple regression and t-test as a test of the hypothesis. Research shows that higher levels of 
work stress experienced by the insurance agent will not dampen the agents are to remain and work in the 
insurance company AJB Bumiputera 1912. Perception insurance agent job satisfaction experienced by the 
insurance agent into the motivational factors that may increase the desire for remained. The better the 
psychological empowerment that arise in the insurance agent, the higher the desire of the agents are to 
remain and work in AJB Bumiputera. Job satisfaction is produced as the main predictor of AJB Bumiputera 
insurance agent wishes to stay.  
Keywords: job stress, job satisfaction, psychological empowerment intention to stay. 
 
1. Introduction 
Insurance is a service company that offers a wide range of benefits to human life. Difficulties in terms 
of providing public understanding of insurance causes a high turnover in the insurance agent. Agents who 
feel difficulty in carrying out his duties as the spearhead of insurance will move to another workplace. The 
high employee out of a company or organization is a waste of costs than benefits. Out of the company 
voluntarily (resignation) is generally more common in high performing employees so that cases like this are 
very detrimental to the company (Sumarto, 2009) (1). 
High degree of difficulty in marketing insurance products is causing stress in the working agent. Job 
stress is a normal condition that occurs in individuals when interacting in the world of work. Individual's 
ability to manage stress in the workplace depends on the individual character and resilience of individuals 
in the work. Research Khatibi et al., (2009) (2) found that there is a significant negative relationship 
between job stress and organizational commitment. Job stress is increasing, then the employee commitment 
to the organization declined. 
On the other hand, Koys (2001, in Mathis 2006: 121) (3) says that there is no simple formula that can 
predict individual employee job satisfaction. The relationship between productivity and job satisfaction is 
not entirely clear. The determining factor is what is expected by the employee from work and what they 
receive in appreciation of his work. Robbins (2006: 722) (4) says that the job satisfaction seeks to measure 
the response of affective (feeling) to 
work environment. Job satisfaction relates to how you feel on the expectations of the organization's 
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2. Literature Review 
 Work Stress 
Robin (2007: 793) (4) mendefisnisikan stress as a dynamic condition in which individuals face the 
opportunities, constraints (constraints), or claims related to what is really wanted and the results are 
perceived as uncertain but important. According Bartram et al., (2004) (5) that the psychological symptoms 
of stress include job dissatisfaction, depression, anxiety, frustration, a sense of isolation and hate, anger. 
Some of these symptoms are not only regarded as a problem, but it can also exacerbate the stress of work. 
Chen (2005) (6) says that the stress on the individual level, which is higher in the workplace has a direct 
impact on the immune system aggravate various medical conditions. For Bytyqi (2010) (7) that the work 
stress has a sufficient interest for the organization given that it has a direct impact on the health of 
employees and consequently impact the performance of work. Vegchel (2005) (8) states that the stress in 
the organization is seen as a consequence of a mismatch between job resources and work demands. 
 Job Satisfaction 
Mathis (2006: 121) (9) explains that in its most basic sense, job satisfaction (job satisfaction) is a 
positive emotional state resulting from the evaluation of a person's work experience. Job dissatisfaction 
arises when one's expectations are not met. Furthermore, Robbins (2006) (4) states that there are elements 
of job satisfaction are commonly used in studies of job satisfaction include "the type of work, co-workers, 
benefits, treated with respect and fairness, job security, the opportunity to contribute ideas, reward, 
recognition performance, and the opportunity to advance. Falkenburg and Schyns (2007) (10) states that 
job satisfaction was rated as the totality of the satisfaction derived from a variety of aspects of the job and 
work situation. Assessment as it gives an accurate picture of the total employee satisfaction was Smith, 
Kendall, and Hullin, as quoted by Gibson (1996: 153) (11) outlines the five dimensions that have been 
collected from job satisfaction, as follows: The job itself, salary, promotion opportunities, supervision, 
Coworkers 
 Work Empowerment 
Rudolph in Luthan (2006: 492) (12) defines empowerment as recognition and excavation for the 
benefit of the organization, the powers that be to a person because of their knowledge of useful and internal 
motivation within them. While Taylor (1991) (13) says that empowerment is the authority to make 
decisions in the area of responsibility of someone without asking for approval of others. 
Empowerment aims to eliminate the barriers as much as possible in order to free up the organization 
and the people who work in them, releasing them from obstacles that only slow down the reaction and 
inhibit their action (Stewart, 1998) (14). According to Hollander and Offerman (1990) (15) is similar to the 
empowerment of participatory decision making but also very different. Participation in decision making 
ranging from manager ask the opinion of the manager of a handful of workers to involve all employees in a 
group decision-making. A study of employee participation (empowerment) in the promotion, evaluation of 
work content, technology changes, work standards, financial policies, cost control, organizational structure, 
the size of the workforce, safety programs, working methods, and the price (Nykodym, 1994) ( 16). 
Dillon (1992) (17) defines the award as a serious concern to others. Not appreciated shown to people 
when he ignored, neglected, overlooked, or dismissed temporarily or permanently. Appreciate is the basic 
belief of employees in the organization (Mishra and Spreitzer, 1998) (18). 
Empowerment means working to understand the needs and capabilities of employees as well as trust 
and assist in maximizing the achievement of organizational goals. An important component in the process 
of empowerment is mutual trust (Johns, 1996) (19). Empowerment work only with regard to working 
conditions, for it still does not explain how the response of employees to the work environment is a 
psychological empowerment (Spreitzer, 1995; Thomas and Velthouse, 1990) (20). 
Empowerment is not only a duty but distributes power sharing, where workers are given the power or 
control over some or all aspects of tasks, ranging from scheduling jobs, make decisions, to implementation 




ownership and control over their work (Laschinger et al., 2001a) (22). If the working environment is to 
empower and employees see climate justice, respect, and trust, it is reasonable to expect a more 
experienced employee job satisfaction and organizational commitment. Describes the organization's 
commitment to the organization's employee relations (Porter et al., 1974) (23). 
 Psychological Empowerment 
Psychological empowerment is a condition that must be experienced employees to work 
empowerment measures can succeed, because the psychological empowerment is a logical impact of 
management efforts to create conditions of employment empowerment (Laschinger et al., 2001b) (22). 
Spreitzer and Mishra (2002) (24) states that psychological empowerment enables employees to better 
cope with the stress of working conditions, thus increasing their loyalty to the organization, even in 
difficult circumstances. While Thomas and Velthouse (1990), Spreitzer (1995) defines psychological 
empowerment as intrinsic motivation in performing a task (task intrinsic motivation) is embedded in the 
four dimensions of consciousness (cognition) that reflects the orientation of the individual to his work, 
namely: the significance (meaningfulness), Competence ( competence) or confidence (self-efficacy), or the 
option of self-determination (choice or self-determination), impact (impact). Newstrom and Davis (1997) 
(25) proposed five approaches that can be used to implement empowerment, namely: Helping employees to 
become experts in their field, provide more control, Providing a successful role model, Using social 
reinforcement and persuasion, Provide emotional support. 
 Desire To Keep Living (Intention to Stay) 
The desire to survive is the perception of the "likelihood estimates continue membership in an 
organization" (Price & Mueller, 1981) (26). Mathis (2006: 126) (27) revealed that the effort to retain 
employees has become a major issue in many organizations because of several reasons. Easily, with lower 
turnover, every individual who maintained means one less person recruited, selected and trained. 
Studies have found strong evidence to support a positive relationship between job satisfaction and 
turnover in nursing behavior (Zaghloul et al., 2008). McKinsey (Mathis, 2006) (28) conducted a study over 
several years found that most of the important factors that affect the interest and desire to remain in the 
company of the managers and executives. Studies (Cavanagh & Coffin, 1992; Price & Mueller, 1981; Van 
Breukelen, Van Der Vlist, & Steensma, 2004;) (29) suggests that the desire to survive is a predictor of 
employee turnover emergency. This relationship indicates that if nurses no longer intend to remain in an 
organization, then this intention will be followed by a change of behavior (Irvine & Evans, 1995) (30). 
Previous studies also showed that demographic variables such as age, education level, and experience 
related to the desire to survive in some studies (Fisher, Hinson, & deets, 1994; Ingersoll, Olsan, Drew-
Cates, Devinney, & Davies, 2002; Kosmoski & Calkin, 1986). (31) The focus of the previous penellitian 
lies in the relationship between the desire to remain and demographic variables, but not on the relationship 
between intention to stay and organizational empowerment variables. 
Furthermore Letvak et al. (2008) (32) document the work specification and individual characteristics can 
affect productivity and intention to live and work as a nurse in RNs. 
Hypothesis 
This study examines the effect of job stress, job satisfaction, and psychological empowerment against 
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 Picture frame Research Concept 
Based on the problem and research objectives, as well as the study of theory and conceptual 
framework as described above, then in this study can be formulated hypotheses of the study; 1) Work 
Stress effect on intention to stay: 2) Job satisfaction affects intention to stay; 3) Psychological 
Empowerment effect on intention to stay; 4) Job satisfaction as the main predictor of intention to stay. 
 
3. Research Methods 
Penelitisn approach uses a quantitative approach, and the total population of 150 agents AJB Bumi 
Putera using census method. The data in this study using primary data is data that directly bekaitan with 
testing research variables derived from the respondents. Data collected by the distributing questionnaires to 
a number of respondents to obtain primary data. 
Data Analysis 
Data analysis techniques used in the study using descriptive statistical analysis techniques, and 
multiple linear regression analysis techniques. 
 
4. Discussion and Analysis 
 Effect of Job Stress of Intention to Stay 
The hypothesis formulated in this study is the work stress has a negative effect on the intention to stay. 
proves that the significance value for the variable of work stress is at 0760 which means greater than 0.05. 
This suggests that job stress had no effect on intention to stay. This study cannot prove the hypothesis 
proposed that work stress can negatively affect the intention to stay. 
In contrast to the study of Al-Rub (2008) shows a nurse at a hospital in Jordan are more likely to 
experience an increase in retention caused by stress arising in the work situation. Ramezani et al. (2013) 
examined the sports federation employees in Iran. The results showed that there is a strong negative 
relationship between job stress and the desire to remain on the job. 
The results of this study differ from previous research that has been done, where work stress 
negatively affect individual jobs. Work stress on the insurance agent Bumi Putra 1912 does not have a 
significant effect on the agent wishes to keep working and working as an insurance agent. Individuals 
realize that the challenge to become an insurance agent is very high. Difficulty to convince prospective 
customers will not dampen the importance of insurance agents to change jobs. 
 Effect of Job Satisfaction of Intention to Stay 
The second hypothesis formulated in this study is the job satisfaction has a positive influence on the 
intention to stay. proves that the significance value for the variable of work stress is equal to 0.012 which is 
smaller than 0.05. This suggests that job satisfaction has positive influence on intention to stay. 
The results of statistical calculations in this study has shown that increased job satisfaction will 
increase the intention to stay. Support for this research was obtained from research Zaghloul (2008) which 
states that job satisfaction derived from salaries and incentives that can be anticipated to increase intention 
to stay nurse at King Faisal University Hospital in Saudi Arabia. Research Kudo (2006) on job satisfaction 
and a desire to stay in the hospital nurses in Japan, proving that high job satisfaction will be able to improve 
the nurse to keep working in the hospital where she worked. Job satisfaction in this study of the relationship 
between Rumahs get akit with the nurse who constantly improved, including the organizational culture. 
research Wang (2012) stated that the level of job satisfaction, job commitment and intention to stay nurse 
in a large hospital in Shanghal in principle can be improved. Strategies for improvement are: salary 
increase, decrease workload, modify the structure of the task, cultivate passion and create more 
opportunities for the professional development of nurses and promotion of personal growth. Increase job 




Different objects studied by Billingsley (2014). This study to determine the extent to which these 
variables influence the commitment and satisfaction of teachers intent to stay in teaching. The 
questionnaire used mainly size they were sent to a random sample of 558 special educators and general 
educators 589 in Virginia. Questionnaires were received from 83% of the sample. Regression results show 
that factors such as leadership support, role conflict, role ambiguity, and stress, is a better predictor of 
commitment and job satisfaction. Generally, the findings were similar to the general and special educators. 
Implications for educational institutions discussed. Thus a positive effect on job satisfaction of teachers in 
Virginia. 
It can be proved that the differences in the object of this study with previous research that has been 
done, not make a difference in the results. An insurance agent will also remain and survive on his work 
throughout his satisfaction can be achieved individually. 
 Effect of Psychological Empowerment Against Intention to Stay 
The third hypothesis formulated in this study is the psychological empowerment has a positive 
influence on the intention to stay.  proves that the significance value for the variable of work stress is equal 
to 0.032 which is smaller than 0.05. This suggests that psychological empowerment positive effect on 
intention to stay. These results are supported by research Larrabee (2013) which states that the resistance to 
stress are predictors 
psychological empowerment, situational stress, and job satisfaction. This study provides evidence that 
psychological empowerment will generate an intention to stay nurse. Yu (2006) found that job 
empowerment applied regardless of employment status of nurses. Correlation analysis revealed the 
existence of a significant positive relationship between intention to stay and empowerment of nurses. 
However, the results also prove that the status / level of employment and empowerment work can not 
predict the intention to stay significantly. 
This study proves that the different objects to get the same results with previous research that has been 
done. Empowerment of work consists of psychological empowerment and structural empowerment. 
Psychological empowerment tends to be related to factors that arise from within the individual, whereas the 
structural empowerment with regard to the factors that emerged from the work environment. 
Job Satisfaction as Predictors of Primary Intention to Stay 
This research resulted in job satisfaction as predictors of intention to stay dominant. Research Wang 
(2012) states that job satisfaction is a vital factor to be improved in order to retain employees to remain on 
the job. Similarly, research conducted by Derby-Davis (2014), suggests that job satisfaction as an 
individual motivational factors at work has a major role in the work of individuals. High job satisfaction 
tends to affect the employee to remain on the job. 
Matters related to job satisfaction is on salary and incentives. Zaghloul (2008) says that the salary and 
incentives earned by employees is a factor that must be anticipated in order to maintain kayawan to remain 
within the company. Besides, the style of leadership and policies adopted by the company will affect 
employee satisfaction. Research Yücel (2012) also showed that job satisfaction is one of the most 
influential antecedents of organizational commitment and turnover of employees in the organization. 
Higher job satisfaction negatively impact employees' desire to move. 
As described by Mathis (2006: 121) that in the most fundamental sense, job satisfaction (job 
satisfaction) is a positive emotional state resulting from the evaluation of a person's work experience. Job 
dissatisfaction arises when one's expectations are not met. Thus, if job satisfaction is not met then people 
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5. Conclusions and Implications 
 Conclusion 
Based on the research results, and discussion that the banks have previously described, it can be 
concluded as follows 1) The higher levels of work stress experienced by the insurance agent will not 
dampen the agents are to remain and work in the insurance company 1912; 2) Perception insurance agent 
job satisfaction experienced by the insurance agent into the motivational factors that may increase the 
desire to stay; 3) The better the psychological empowerment that arise in the insurance agent, the higher the 
desire of the agents are to remain and work in AJB Bumiputera; 4) Job satisfaction is produced as the main 
predictor of AJB Bumiputera insurance agent wishes to remain. 
 Implication 
 The results of this study have implications teoritiis that the findings of this study showed that job 
stress that occurs in individuals who work have different effects. In another object of the research work 
stress has a negative impact, but in the study of job stress had no impact on the desire to remain at work or 
wish to polish your work. The findings of this study also enrich the results of research on the behavior of 
individuals in organizations Job satisfaction is a reflection of individual attitudes toward work conditions 
capable as the main predictor variable intention to stay. 
 Practical implications have been formulated in this study is the attention and support provided by the 
employer and the company is to shrink the form of job stress levels experienced by the insurance agent. 
Cultivate a desire to remain a member of the organization by increasing the harmonious reciprocal 
relationship between employees and the organization. 
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